The paper focuses on a critical determinant, not only of females participating in the labor market but also of continuing in it: the opportunity cost of women's participation in the labor market. It is believed that the opportunity cost for not working increases if the compensations consist of both wages and secured job conditions. The opportunity cost for not working decreases with the lack of secured conditions. Women with low compensations in terms of wages and secured conditions, their opportunity cost of not working decreases with marriage, which increases the probability of quitting the labor market. The target group in the paper is the males and females in Egypt aged between 18-64 years old, who have an intermediate or above educational degree, and are working as waged workers. The data used is from the 1998 ELMS (Egyptian labor market survey) and 2006 ELMPS (Egyptian Labor Market Panel Survey), using the advantage of having subset panel sample in both years. The career mobility is measured, and the job-to-job turnover by gender is observed in the paper. Career development over eight years and the impact of different factors on the development are analyzed. Probit model with sample selection and Heckman selection model are used in the analyses. The importance of the results increases with the privatization trend in the Egyptian economy. Male and female private sector workers are in a more critical condition, and as the private sector expands and absorbs more of the new entrants, more attention should be paid to them. Those new entrants are challenged by the tradeoff between wages and job security. Those who fail in getting engaged in the public sector of all males and young females have a higher probability of ending up with low secured jobs. Low wages and low job security are the main reasons for a female to quit working, once she gets married.
Abstract
The paper focuses on a critical determinant, not only of females participating in the labor market but also of continuing in it: the opportunity cost of women's participation in the labor market. It is believed that the opportunity cost for not working increases if the compensations consist of both wages and secured job conditions. The opportunity cost for not working decreases with the lack of secured conditions. Women with low compensations in terms of wages and secured conditions, their opportunity cost of not working decreases with marriage, which increases the probability of quitting the labor market. The target group in the paper is the males and females in Egypt aged between 18-64 years old, who have an intermediate or above educational degree, and are working as waged workers. The data used is from the 1998 ELMS (Egyptian labor market survey) and 2006 ELMPS (Egyptian Labor Market Panel Survey), using the advantage of having subset panel sample in both years. The career mobility is measured, and the job-to-job turnover by gender is observed in the paper. Career development over eight years and the impact of different factors on the development are analyzed. Probit model with sample selection and Heckman selection model are used in the analyses. The importance of the results increases with the privatization trend in the Egyptian economy. Male and female private sector workers are in a more critical condition, and as the private sector expands and absorbs more of the new entrants, more attention should be paid to them. Those new entrants are challenged by the tradeoff between wages and job security. Those who fail in getting engaged in the public sector of all males and young females have a higher probability of ending up with low secured jobs. Low wages and low job security are the main reasons for a female to quit working, once she gets married. 
‫ﻣﻠﺨﺺ‬

Introduction
Quick overview of the Egyptian labor market
Labor force participation rates increased between 1998 and 2006 by about 5% among both males and females, reaching 78.5%, and 26.9% respectively. The share of waged work among females is higher than males, 55% compared to 33% in 2006. Most of the female waged workers are engaged in government or public sector with 38% of the total employed women compared to 28% of the employed men (Assaad R., and Hamidi F 2009 ). If we restrict the statistics to the intermediate education level and above, the participation rate increases to about 32% among females, 89% of them are engaged in waged work, the governmental (or public) share is equal to about 78% of the waged females.
Although the governmental/public sector is dominating the waged work of educated females, ( Figure A1 and Table A1 ), there is an increasing trend among younger generation to join the private sector despite their lower participation rate. For males, only 76% of those with educational level intermediate and above in the labor force are waged workers, around half of them are government or public sector workers.
Female participation in the labor market has drawn the attention of many researchers in Egypt, in particular gender differences. The gender differences extend from the labor structure to wages and salaries earned. Some studies focused on gender wage differentials. In 1997 Assaad studied wage differentials by gender and sector, one of his findings was that females with intermediate education appeared to face considerable discrimination in the private sector. In 2009 El Haddad used both data sets of 1998 and the ELMP of 2006 to study the wage differential by gender; she concluded there is an existing wage gap in the private sector in favor of men.
Career mobility and job-to-job transition in the Egyptian labor market received even less attention. Ahlburg, D. and Amer, M. (2003) analyzed the employment status mobility of Egyptian youth aged 15-29 between 1988 and 1998 using the ELMS data of 1998. In 2008 Amer, M, and Simonnet, V. analyzed in depth the determinants of employment duration and the number of status changes between 1998 and 2006 using the data of ELMP 2006. The paper indicated the importance of first employment status on the employment duration. This paper focuses on both the transition and differences in career path during these transitions by gender, analyzing the career development by moving from job to job and the achievements between two fixed times in individual's working life.
Conceptual Framework and Objectives of the Study
One of the major motivations of this study is the belief of the "systematic" mobility of females in the labor market. The career path of females is pre-determined in the Egyptian culture. Females who complete intermediate or above education enter the labor market via a governmental job. This concept has changed in the recent cohorts as seen in Figure A1 , more females complete intermediate education, few of them decide to work, even fewer are able to get a governmental job, and even fewer keep their jobs. Through their career life it is important to study whether they really move upward and if there are certain factors that determine their mobility within the labor market or even leaving the labor market, and how these determinants differ by gender.
The paper also focuses on a critical determinant, not only of participating in the labor market but also of continuing in it: the opportunity cost of women's participation in the labor market. It is believed that the opportunity cost for not working increases if the compensations consist of both wages and secured job conditions. The opportunity cost for not working decreases with the lack of secured conditions. Women with low compensations in terms of wages and secured conditions, their opportunity cost of not working decreases by getting married, which increases the probability of quitting of the labor market.
The main objectives are as follows:
Measuring career mobility in female and male work life, and the effect of the job mobility on their career mobility by studying the job-to-job turnover. Observing career development over eight years, and analyzing the impact of different factors on this development by gender. The analysis in the paper is descriptive; it covers the first objective and the description of the career mobility in eight years, and multivariate, which analyses the determinants of the career development.
The target group in the paper is the group of males and females in Egypt aged between 18-64 years old, who have an intermediate or above educational degree and are working as waged workers.
Measuring career development by gender
One of the methods used in judging the career development is the occupational mobility, measured by the occupation rank, which is also used as a predictor of the wage change. A rank based on two digits code for the occupation was used in analyzing occupational mobility by Waddoup and Assane (1993) , Buchel and Mertens (2000) , Maltseva (2005) , and Dex et. (2007) .
Wage change through time is also considered a measurement of career mobility, which is based on the proposition that upward career mobility is associated with wage increase (Buchel and Mertens, 2000, Welch, 2000) .
A third method is considering the job quality and its change from the starting point to the ending point. Assad et al. (2009) introduced a job quality index based on working conditions, job security, and income. An upward mobility will be obtained if the index increases. The index was heavily weighted by the job security conditions, which is also considered a measurement of career mobility to move to a more secured job 1 .
In this paper the scarcity of observations for females' two digits occupations was an obstacle in studying the occupation mobility, therefore it is not considered. The two career measurements considered in this paper are the hourly wage mobility between 1998 and 2006, and the job quality measured only by the job "security" or "formality", separating the two concepts in order to study the coincidence of mobility of the these measurements.
Data
This paper is using the data of 1998 ELMS (Egyptian labor market survey) and 2006 ELMPS (Egyptian Labor Market Panel Survey), using the advantage of having subset panel sample in both years.
The data set provides information for the job history, first, second, third, and current jobs. While current job has detailed information including wages, the information provided for the job history include only the job characteristics of employment status, stability, occupation, economic activity, availability of contract and social security. The panel part provides detailed information, about the job occupied in 1998 and 2006 including wages. The number of observations in each data set is listed in Table 1 . Job Quality (Secured Job Index): Stability and security of work are important dimensions of a "decent" work (Anker 2002) . The variables used in conducting the job security index are based on social protection and stability. Social protection is measured by the presence of a contract, social security, paid leave of absence, medical insurance, and membership in Unions. Stability is measured in addition to the job stability, by the job's requirements for skills, promotions and the workplace itself, since promotions and skills requirements might be reasons to maintain a job.
Job security index is computed twice 2 :
First: based on the pooled sample of 1998 and 2006 3 waged workers aged 18-64 in order to impute the job security factor scores in the both years based on the same variables weights. These scores are used in comparing the job security mobility between 1998 and 2006.
Second: based on the 2006 sample of waged workers aged 18-64, the index scores are used to impute the job security for the first, second and third jobs based on the job characteristics of these jobs , Assaad, et al. 2010 . These indices are used to study the impact of the job mobility on job security. Assaad et al. (2010) observed that only 28% of the youth males (15-34) first employment is a "good" job, a secured, stable, and formal position, but they have to wait longer time to obtain this high quality job. Those who start with regular and irregular informal work have higher rates of transiting to a second job (Assaad et al. 2010 ).
Descriptive Analysis
Job to Job Mobility
Comparing job turnovers between females and males (Table 2), females have lower job turnover than males by about half, reflecting the fact that they start with a higher quality jobs than males, and therefore are less likely to switch. Among older age groups the turnover is higher for both, males and female. Tables 3, 4 and 5 calculate the average job security of the first, second, and third jobs respectively, clarifying the impact of job security on the transition. For younger age groups, both females and males, who transit to 2 or more jobs, had low quality jobs to start with. They hope to improve their job security by job transition. Those who start with a very low job security do not stop at the second job; they keep transiting to a third job in order to increase their job security. The job security increases smoothly for older females, partly due to career promotions. As for older males, those who keep transiting have significantly lower job security than those who maintain one job.
Who makes the move?
Movement Directions?
As previously explained, those with lower job security try to improve their condition by transiting to a second job. Generally almost half of the movers were able to improve their work conditions, with slight differences between gender and age groups. The upward movers in the young ages were those with the least job security index in their first job. A higher percentage of young females (27%) than males (21%) moved downward with bigger magnitude (0.41 down vs. 0.32 for males). The downward movers decrease within older females, with almost no impact of job security index on the direction of transition among older groups.
Sector transition
Since the public sector represents the more formal and secured sector in terms of the availability of a contract/social security/paid leave of absence/and medical insurance, the waged workers in the public sector have lower turnover than those in the private sector. The numbers in the tables reflect the same conclusions that females are more likely to be engaged in the public sector with higher percentage among older age groups. The sector distribution among waged workers remains almost the same in the first and second jobs in all groups; indicating the fact that the increasing share of the private sector among young age groups remains even after changing jobs. Assaad et al. (2010) showed that duration of getting a job among younger males is decreasing as they start with a less secure job instead of waiting for the "good" job. Table ( 10) ensures the findings as we notice that the quality of the first job among the older group is higher than the younger group for both females and males. About one fourth of young males who started with a wage job end up as unwaged labor, motivated by the low job security they started with. Young females who start with a low secured job are more likely to end up as unwaged, unemployed, or even quit the labor market to become housewives.
The Impact of First Job Security Index on the Current Status
Career mobility over eight years
One of the main advantages of the data set is the availability of a panel subset that allows us to follow up the individual over eight years. The follow up permits the in depth studying of the intra-generational mobility of individuals in their career life in Egypt. What do the educated waged workers accomplish in their career life in terms of quality and money? How do these achievements differ according to gender?
This section observes the career mobility in Egypt between two eras 1998 and 2006 and gives a brief description of the movements that occur to the whole group in their career in terms of job security and wage between 1998 and 2006. The target group is individuals who were 18 years and above in 1998 and didn't exceed 64 years in 2006, have an intermediate or above degree, and were waged workers in 1998 or 2006.
Status Mobility between 1998 and 2006
Tables 11 and 12 display the status of the panel group between 1998 and 2006, it is clear that the employment status distribution did not differ between 1998 and 2006, among both males and females. The females are less likely to remain waged workers than males (81.5% vs. 86.9%), with a probability of quitting the labor force around 10%, excluding the retirement option.
This percentage increases among unwaged females to around 45%, i.e. females are more likely to quit a unwaged job than quitting a waged one. By analyzing the initial wages and job security index of females who remain waged workers and who become unwaged workers, unemployed, or housewives 4 , as seen in Figure 2 they had lower job security jobs at the beginning and hence, they had higher chances of quitting work or even losing their jobs, than those who had high job security index.
Figure 3 displays the wages in 1998 for those who remained waged workers and those who transited to other statuses; the initial wages of females who left the waged market were lower than those who remained waged workers. The wage differences among males are not as huge as those among females.
Job Security mobility
5 between 1998 and 2006 Mobility Direction For those who were waged workers in 1998 and maintained their waged status in 2006, there is a slight improvement in job security distribution in general, with a slightly higher improvement among females aged 26-40 and 41-64 than males of the same age groups as shown in Figures 3 and 4 .
About one third of the target population, both males and females suffered from an absolute decrease in the job security index between 1998 and 2006 (Table 13 ).
To study the position improvement in the target population, the quartile rank was computed in 1998 among all those aged 18-56 (even if not within the panel) and in 2006 among those aged 26-64 (even if not within the panel).
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In Tables 14 and 15 the percentage of females in the lowest quartiles compared to males is low, indicating again the preferences among females to quit the labor market than maintaining an unsecured job. Figure 5 indicates that those with low job security are more likely to move upward, those with high job security maintain their secured jobs, and those in the middle are at risk of losing some of their job security.
Generally, there are more individuals who move upward and improve their positions than those who move downward or worsen their positions. 
Wage mobility between 1998 and 2006 Mobility Direction
Since 1998 only about one fifth of the waged workers were not able to gain real increase in their hourly wages, most of them gained higher wages by 2006. As seen in the quartile transition Table 17 , females have a higher probability of staying in the lowest quartile of wages than they do in a low secured job. Comparing the quartile distributions in 1998 and 2006, the conclusion that those in the first wage or job security quartile are more likely to quit the waged status is confirmed.
The increase was mainly concentrated among the older group, and those working in public sector. Only young females working in private sector suffered from a downward mobility, but they represent only about 7% of the waged females.
Wage/Security Tradeoff
This part investigates the choice between wage and job security among males and females. More individuals were able to improve their wages, than job security. Slight differences appear by gender, while higher percentage of females than males increased their wages, higher percentage of males than females improved their job security. Only around half of both males and females improved their career, in terms of wage and job security together. Almost one fifth of the males and females succeeded in increasing their wages but worsened their job security in return. A smaller percentage improved their job security (16.6% males, 13.4% females), but their hourly wages got worse. Studying sector transitions might explain this tradeoff between job security and wage. Around 8% of males and females failed in achieving any progress within 8 years, the majority experienced worsened conditions, financially or in terms of job security.
Determining the Main Factors of Career Mobility by Gender
Multivariate analysis
For the second objective, multivariate analyses is applied separately for females and males. A bivariate probit model with double selection is suggested for females (Winship and Mare 1992, Bonnie 2008) , considering that two decisions are taken, the first is entering the waged work career and the second is continuing in the waged work career, where decisions are subject to self-selection.
The main difference between males and females is that choices of females are mainly being a waged worker or a housewife, as the unwaged workers represent only around 2.2% of the target females in 1998 (Table (12) . In addition to the first choice, the status that females switch to when they transit from waged status is again housewife; very few women leave waged work to become unwaged (0.6%, see Table (12) . For males, around 5.7% of the waged workers switched to unwaged work. Hence the determinants of first and second choices should differ by gender.
Several actions are taken in the analysis to determine these factors:
Students in 1998 are excluded from the analysis since the main determinant of not working should be studying. The analysis is restricted to age 45 in order to eliminate the probability of transiting to retirement status, which has different determinants on one hand, and to focus on early career mobility instead of life mobility on the other. 8 Finally the bivariate probit model with double selection is replaced with Heckman model with a univariate probit selection equation. The main reason is the low number of those who quit the waged status, which prevents the convergence of the bivariate model with double selection.
Methodology
The wage or job security index change is observed only for those who joined the waged market in 1998 and decided to continue in it until 2006. Therefore it is assumed that there exists an underlying regression relationship (Greene, 2008) .
where the i y is the change of the log hourly wage (job security) and it is only observed if ρ ≠ then applying the ordinary least square regression will yield to biased estimates.
Since only one decision is taken here, the model is applied twice, once if only the decision of working for a salary in 1998 is considered, i.e. regardless of whether continued or not.
The second model is applied only on those who started working in 1998 as a waged worker and the selection equation was based on the decision to continue as a waged worker till 2006.
In order to identify whether both decisions, working as a waged worker and continuing the waged status, are interrelated or not, a probit model with sample selection is applied as follows: 
if the two error terms are independent, two separate probit models can be applied, otherwise a probit with selection is preferable. 
Covariates
Life events:
There are two major events in a woman's life that might influence the working decisions or career mobility, getting married and having children.
To avoid endogeneity, those variables are not considered in males' analysis. For females the marital status of 98 is expected to affect the first working decision, while getting married between 1998 and 2006 might effect the decision to continue working. As for having children, it is investigated whether taking maternity leave will hinder a woman's career. The variable is investigated only in case of wage mobility and not job security mobility because of endogeneity. The maternity leave variable is a binary, takes value 0 if no or less than three months is taken, and 1 for maternity leave longer than three months.
Job Mobility and Job characteristics:
One of the important factors that might be of interest is the effect of changing jobs on wage mobility (Perticara, M. 2002 , Davia, M. 2005 , Pavlopoulos et al. 2007 , Balzquez, M. 2008 . This is investigated through studying the effect of job change in 1998 on the wage and job security index.
Experience is measured by time since first joining the labor market is included as a quadratic function, in order to see the impact of early entry to the labor market on wage and job security change.
Other job characteristics of 1998 were also considered:
The occupation: Professional, managerial, technicians were combined, clerks, and sales were combined, and finally agriculture, fishing, and craft workers were combined. For females, only the first two categories were considered, as there are almost no observations in the third category.
The sector: Being in the public or private sector in 1998 is considered as a factor of deciding to keep work as a waged worker or not. Comparing the wage mobility by sector is considered by adding the 2006 sector in the equation of wage change.
Quality of the 1998 Job:
The impact of the job quality in 1998 on deciding to continue as a waged worker or not is studied. Job quality in terms of job security index value and wage value of 1998 were added as covariate in continuing waged work equations.
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In order to investigate which group is more likely to gain higher wage or security increase, the ranks of job security index and wage of 1998 were added as covariates in the equations of wage and job security index change.
Family Characteristics:
Only father occupation and education were considered. Education variables are intermediate and above education or university and above versus low and no education as reference category.
Occupation is categorized into four groups: Professionals, Managers, and Technicians combined, clerks and sales combined, agriculture and fishing combined, and craft, trading, and elementary jobs are combined.
Family Project 1998:
Having a family project is investigated as a factor that may influence the decision of working for wages.
Wealth of 1998: Value of wealth index
10 is tested for having an effect on the decision of working for wages.
Results
To Continue or not as a waged worker
This part preliminary investigates the factors of changing the waged status for females and males using the probit model with selection. While females mainly choose between working and staying home, males choose between waged employee and being a self-employed or employer (less than 3% among working females vs. 17% among working males). Hence factors of taken decision may differ. 9 Variables are added as continues rather than ranks in order to decrease the number of covariates in these equations, because of the low number of observations, who are dropped out of waged status. 10 Wealth index was constructed by the population council group and was used as it is. Table 21 shows the marginal effect of the considered variable and the coefficients, the main interest at this point is recognizing the significant variable and its direction and not measuring the effect magnitude.
Older single, and higher educated females have a higher probability of joining the waged market. If there is a family project, that will decrease the probability, either to work for the family as unpaid, or not working at all. High wealth index has a slight indication (pvalue=0.15) of a decreasing waged work probability in the first model, but it is significant in the remaining models for females.
Richer older males have higher probability of being waged workers. Having a family project or father who worked in agriculture or fishing decreases this probability vs. working as unwaged.
Conditional on being waged worker in 1998, three major factors influence a female's decision to quit the waged status: poor wage in 1998, poor job security in 1998, and finally getting married within this period.
For males, a low job security index and being a clerk or in sales decrease the probability of being keen on the waged work.
Applying the probit model with selection implies that there is no correlation between the error terms of the two equations and the rho is not significantly different from 0, i.e. the two decisions are taken separately.
Factors of Wage Increase
Heckman selection model is used twice for both males and females. Tables 23 and 24 show the results of applying the model when the selection equation is being waged worker in 1998 or not . Tables 25 and 26 show the results when the selection equation is whether or not males/females continue as waged workers until 2006.
Comparing the significance of the correlation coefficient of the error terms shows that for males only the equations of the first model are significantly correlated, while in the second model they are not.
For females the correlation coefficient was significant in both models with moderate stability in covariates significant. The conclusions are restricted to the first model, since it has more observations, quick, and stable convergence in case of females, and the correlation coefficient is not significant in case of males in the second model.
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Age There is a significant linear relationship between age and the wage increase for both males and females; older employees gain higher wage increase.
Education
For females getting an above intermediate or university degree will result in a higher raise than having only intermediate degree. For males the significant difference appears only if they have a university degree or higher.
Occupation
Neither the occupation nor the sector the workers remain with in 2006 have a significant effect on the wage increase.
Job security and wage ranks in 1998
Individuals with lower wages quartile gain higher wage increase, than those in a higher quartile.
As for the job security, females with higher rank of job security gain higher raise. For males, those who are in the third quartile gain higher raise compared to those of first quartile. It must be noted here that significance and direction of the effect of the job security or wage rank among females do not differ in first and second models.
Changing jobs
The effect of the job mobility on the wage change is studied by analyzing whether having the same job since 1998 has a negative or positive effect on wage change. No significant effect for changing jobs on wage change appears in the analyses.
Experience
There is an indication of significant quadratic relationship between years of experience since the first job and wage change indicating a high raise will be reached after a while, close to the end of the 20 years working life.
Place of residence:
Males in urban areas gain higher wage increase than males in rural areas. As for females there is no significant effect for the place of residence.
Finally, having maternity leave during this period has a negative impact on women's wage increase, which raises the question of whether children hold back women's career path and to what extent?
Factors of job security increase
Applying Heckman selection model, either using selection equation based on being a waged worker in 1998 or continuing to be so till 2006, implied that none of the error terms are correlated in any model. Hence, results are shown only for the case of the selection based on being a waged worker in 1998. Results show only one relevant conclusion; those who did not have job security gain more.
Conclusions
This paper examines the career mobility and development of waged workers with an intermediate and above educational degree in the Egyptian market.
The analysis explores the job-to-job transition and the search for increasing job security through job turnover for both males and females. The wage increase achieved after eight years is analyzed by gender and the factors of that increase are studied.
The main conclusions of the analyses are as follows:
Youth start their working career with less secured jobs in order to improve the quality of their jobs by moving to another job. Females start with a higher secured job than males, but males and females who are at the bottom, keep trying to improve their working security conditions by moving to a second and third job and from private to public sector. Young males and females who fail in getting engaged in the public sector end up with low secured jobs. Low wages and low job security are the main reasons for a female to quit working, once she gets married. Taking maternity leave for more than three months has a negative impact on the wage increase for women.
There is a tradeoff between wage and job security among younger age youth. The waged workers transitions in Egypt, especially those in the public sector, have a property of a systematic upward movement with well-defined promotions and wage increase. Hence around 90% of the waged females are in the public sector; they have the same property in their career path. Those who are in the private sector are in worse condition, males and females, and since the private sector is expanding and is absorbing more of the new entrants, more studies should be conducted to observe the early career mobility in the private sector and to observe the tradeoff between wages and job security among those new entrants. 
